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DATE: June 6, 2002
TO: Agency Personnel Administrators
FROM: Jeffrey C. Schutt

Director, Division of Human Resources

SUBJECT: Implementation of System Changes, JEL 02-8

The system changes indicated on the accompanying chart are approved for implementation.
The changes include the first phases of the Enforcement and Protective Services (EPS)
consolidation study and the Physical Science and Engineering (PSE) consolidation study, the
second phases of the Health Care Services (HCS) consolidation study and the Clinical
Therapist study, the final recommendations for the Police Communications study, the Library
Technician pay grades, and the abolished vacant classes.

The effective date for each change is indicated on the attached "Summary of System
Changes' chart. If the changes involve class descriptions and/or class placements, they are
also included. Please provide this information to appointing authorities, directly affected
employees, and any others in your agency who may need this information. Information is
also available on the web at http://www.state.co.us/dhr/.

If you have any questions, please contact Total Compensation/Systems staff at 303-866-2455.



SUMMARY OF SYSTEM CHANGES

Total Compensation and Systems Support

* P = proposed; F = final (only Fisto be entered into EMPL and ADYS)

JEL 02-8

Date of Letter: 6/6/02

P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
New EPS Classes

F X A1D1IX Cor,Yth,Clin Sec Intern EPS EPS Al13 A13 1 1 7/102
F X A1D2TX Cor,Yth,Clin Sec Off | EPS EPS A22 A22 1 1 7/1/02
F X A1D3XX Cor,Yth,Clin Sec Off Il EPS EPS A26 A26 1 1 71102
F X A1D4XX Cor,Yth,Clin Sec Spec 111 EPS EPS A30 A30 1 1 71102
F X A1D5XX Cor,Yth,Clin Sec Supv 111 EPS EPS A30 A30 1 1 7/1/02
F X A1D6XX Corr or Y outh Sec Off IV EPS EPS A36 A36 1 1 71102
F X A1D7XX Corr or Youth Sec Off V EPS EPS A40 A40 0 0 7/1/02
F X AL1LITX Cor Supp Trades Supv | EPS EPS A26 A26 1 1 7/1/02
F X Al1L2XX Cor Supp Trades Supv |1 EPS EPS A30 A30 1 1 7/1/02
F X A1L3XX Cor Supp Trades Supv |11 EPS EPS | A36 A36 0 0 7/1/02
F X A1L4XX Cor Supp Trades Supv IV EPS EPS A40 A40 0 0 7/102
F X A3C1TX Community Parole Off EPS EPS A33 A92* 0 0 7/1/02
F X A3C2XX Community Parole Team Ldr EPS EPS | A35 A35 0 0 7/1/02
F X A3C3XX Community Parole Supv EPS EPS | A39 A39 0 0 7/1/02




P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X A3CAXX Community Parole Mgr EPS EPS | A43 A43 0 0 71102
Converted/Revised EPS Classes

F X A1B1T* Corrl/Secur Serv Off | A1D2TX Cor,Yth,Clin Sec Off | EPS EPS A22 A22 1 1 7/1/02
F X A1B2** Corrl/Secur Serv Off 11 A1D3XX Cor,Yth,Clin Sec Off I EPS EPS A26 A26 1 1 71102
F X A1B3** Corr/Sec Svs Off 111 Spec A1D4XX Cor,Yth,Clin Sec Spec 111 EPS EPS A30 A30 1 1 71102
F X Al1B4** Corr/Sec Svs Off 111 Supv A1D5XX Cor,Yth,Clin Sec Supv 111 EPS EPS A30 A30 1 1 7/1/02
F X A1B5** Corrl Officer IV A1D6XX Corr or Y outh Sec Off IV EPS EPS A36 A36 1 1 71102
F X A1B6** Corrl Officer V A1D7XX Corr or Youth Sec Off V EPS EPS | A40 A40 0 0 71102
F X A1D1I* Corrl/Secur Serv Intern A1D1IX Cor,Yth,Clin Sec Intern EPS EPS A13 A13 1 1 7/1/02
F X A1FITX Corrl Supp Food Supv | A1LITX Cor Supp Trades Supv | EPS EPS | A26 A26 1 1 7/1/02
F X A1F2XX | Corrl Supp Food Supv Il Al1L2XX Cor Supp Trades Supv |1 EPS EPS [ A30 A30 1 1 71102
F X A1F3XX | Corrl Supp Food Supv I1I A1L3XX Cor Supp Trades Supv 11 EPS EPS | A36 A36 0 0 7/1/02
F X A1F4XX Corrl Supp Food Supv IV Al1L4XX Cor Supp Trades Supv 1V EPS EPS A40 A40 0 0 7/1/02
F X A1GITX | Corrl Supp Maint Supv | A1LITX Corrl Supp Trades Supv | EPS EPS | A26 A26 1 1 71102
F X A1G2XX | Corrl Supp Maint Supv Il A1L2XX Corrl Supp Trades Supv 11 EPS EPS | A30 A30 1 1 7/1/02
F X A1G3XX | Corrl Supp Maint Supv Il A1L3XX Corrl Supp Trades Supv 111 EPS EPS A36 A36 0 0 7/1/02
F X A1ITX Corrl Supp Other Supv | A1LITX Corrl Supp Trades Supv | EPS EPS A26 A26 1 1 71102
F X A12XX Corrl Supp Other Supv |1 Al1L2XX Cor Supp Trades Supv |1 EPS EPS [ A30 A30 1 1 71102
F X A1JI3XX Corrl Supp Other Supv |11 A1L3XX Cor Supp Trades Supv |11 EPS EPS A36 A36 0 0 7/1/02
F X A3A1IX Comm Programs Intern A3C1TX Community Parole Off EPS EPS | A23 A92* 0 0 7/1/02
F X A3A2TX | Comm Programs Agent | A3CITX Community Parole Off EPS EPS | A27 A92* 0 0 71102




P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X A3A3XX | Comm Programs Agent |1 A3CITX Community Parole Off EPS EPS [ A33 A92* 0 0 71102
F X A3A4XX | Comm Programs Agent |11 A3C2XX Community Parole Team Ldr EPS EPS | A35 A35 0 0 7/1/02
F X A3A5XX | Comm Programs Admin | A3C3XX Community Parole Supv EPS EPS | A39 A39 0 0 7/1/02
F X A3AB6XX | Comm Programs Admin I A3C4XX Community Parole Mgr EPS EPS | A43 A43 0 0 71102
F X A3B1IX Parole Officer Intern A3C1TX Community Parole Off EPS EPS | A23 A92* 0 0 7/1/02
F X A3B2TX Parole Officer | A3C1TX Community Parole Off EPS EPS A27 A92* 0 0 7/1/02
F X A3B3XX | Parole Officer Il A3C1TX Community Parole Off EPS EPS A33 A92* 0 0 7/1/02
F X A3B4XX | Parole Officer Il A3C2XX Community Parole Team Ldr EPS EPS | A35 A35 0 0 7/1/02
F X A3B5XX | Parole Supervisor A3C3XX Community Parole Supv EPS EPS | A39 A39 0 0 7/1/02
F X A3B6XX | Parole Manager A3C4XX Community Parole Mgr EPS EPS A43 A43 0 0 7/1/02
F X A4A1IX Patrol Intern A4A1IX State Patrol Intern EPS EPS | A8l A81 0 0 71102
F X A4A3TX | Trooper A4A3TX State Patrol Trooper EPS EPS | A82 A82 0 0 7/1/02
F X A4AAXX | Trooper Il A4A4XX State Patrol Trooper 111 EPS EPS A83 A83 0 0 7/1/02
F X A4A5XX | Patrol Supervisor A4A5XX State Patrol Supervisor EPS EPS [ A84 A84 0 0 71102
F X A4A6XX | Patrol Administrator | A4ABXX State Patrol Admin | EPS EPS | A85 A85 0 0 71102
F X A4ATXX | Patrol Administrator 11 A4ATXX State Patrol Admin 11 EPS EPS A86 A86 0 0 7/1/02
F X A4B1IX Police Intern A4B11X Police Officer Intern EPS EPS A23 A23 0 0 71102
F X A9B1TX Asst Chf Wildlife Law Enf A2A3XX Criminal Investigator Il EPS EPS Ad4 Ad4 0 0 7/1/02

Abolished EPS classes

F X A1B1T* Corrl/Secur Serv Off | Abolish — converted 71102
F X A1B2** Corrl/Secur Serv Off 11 Abolish — converted 71102




P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X A1B3** Corr/Sec Svs Off |11 Spec Abolish — converted 7/1/02
F X A1B4** Corr/Sec Svs Off 111 Supv Abolish — converted 7/1/02
F X A1B5** Corrl Officer IV Abolish — converted 71102
F X A1B6** Corrl Officer V Abolish — converted 71102
F X A1D1I* Corrl/Secur Serv Intern Abolish — converted 71102
F X A1FITX Corrl Supp Food Supv | Abolish — converted 7/1/02
F X A1F2XX | Corrl Supp Food Supv Il Abolish — converted 71102
F X A1F3XX | Corrl Supp Food Supv Il Abolish — converted 71102
F X A1F4XX | Corrl Supp Food Supv IV Abolish — converted 7/1/02
F X A1GITX [ Corrl Supp Maint Supv | Abolish — converted 7/1/02
F X A1G2XX | Corrl Supp Maint Supv |1 Abolish — converted 71102
F X A1G3XX | Corrl Supp Maint Supv Il Abolish — converted 7/1/02
F X A1ITX Corrl Supp Other Supv | Abolish — converted 7/1/02
F X A12XX Corrl Supp Other Supv |1 Abolish — converted 71102
F X A1I3XX Corrl Supp Other Supv |11 Abolish — converted 7/1/02
F X A3A1IX Comm Programs Intern Abolish — converted 7/1/02
F X A3A2TX | Comm Programs Agent | Abolish — converted 71102
F X A3A3XX | Comm Programs Agent |1 Abolish — converted 71102
F X A3A4XX | Comm Programs Agent Il Abolish — converted 7/1/02
F X A3A5XX [ Comm Programs Admin | Abolish — converted 7/1/02
F X A3AB6XX | Comm Programs Admin I Abolish — converted 71102




P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X A3B1IX Parole Officer Intern Abolish — converted 71102
F X A3B2TX | Parole Officer | Abolish — converted 71102
F X A3B3XX | Perole Officer Il Abolish — converted 71102
F X A3B4XX | Parole Officer I Abolish — converted 71102
F X A3B5XX | Parole Supervisor Abolish — converted 7/1/02
F X A3B6XX | Parole Manager Abolish — converted 7/1/02
F X A9BITX | Asst Chf Wildlife Law Enf Abolish — converted 71102
Converted HCS Classes (HCS Study Phasel1)

F X C1B3** Clinical Therapy Asst 111 C5L3XX Therapy Assistant |11 HCS | HCS C34 C36 1 1 7/1/02
F X C1C4XX Dev Disab Prog Mgr | C7C6XX Hedlth Professional VI HCS | HCS C6l C62 0 0 7/1/02
F X C1C5XX Dev Disab Prog Mgr Il C7C7XX Health Professiona VI HCS | HCS ce4 C66 0 0 71102
F X C1D1TX Devel Disab Aide C6P1TX Client Care Aide | HCS | HCS C10 Cil4 1 3 7/102
F X C1D3TX Devel Disab Tech | C6R1TX Health Care Technician | HCS | HCS C26 C28 1 3 7/1/02
F X C1D5XX | Devel Disab Tech il CBR4AXX Health Care Technician IV HCS | HCS | C36 C38 1 1 7/1/02
F X C1E2TX Occ/Phys Therapist 11 C5K2TX Therapist 11 HCS | HCS C46 C47 1 1 71102
F X C1E3XX Occ/Phys Therapist I11 C5K3XX Therapist 11 HCS | HCS C50 C52 0 0 7/1/02
F X C1E5XX | Occ/PhysTherapist V C7C6XX Health Professiona VI HCS | HCS | C63 C62 0 0 7/1/02
F X C1G1TX | Specia Education Tech | C6R1TX Health Care Technician | HCS | HCS | C26 Cc28 1 3 7/1/02
F X C1G2XX | Specia Education Tech Il C6R2XX Health Care Technician 11 HCS | HCS C28 C30 1 1 7/1/02
F X C1G3XX | Specia Education Tech Il C6R3XX Health Care Technician 111 HCS | HCS C32 C34 1 1 7/1/02
F X C1G4XX | Special Education Tech IV CBR4AXX Health Care Technician IV HCS | HCS | C40 C38 0 1 7/1/02




P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X C2A1T* | Aud-Speech/Lang Spec | C5K2TX Therapist 11 HCS | HCS | C45 c47 1 1 7/1/02
F X c2A2** | Aud-Speech/Lang Spec II C5K3XX Therapist 111 HCS | HCS | ©51 c52 1 0 7/1/02
F X C2A3** Aud-Speech/Lang Spec 11 C5K4XX Therapist IV HCS | HCS C53 C59 1 0 7/1/02
F X C2A4** Aud-Speech/Lang Spec IV C7C6XX Health Professiona VI HCS | HCS | C57 C62 1 0 7/1/02
F X C2B1I* Dietitian | C8B1IX Dietitian | HCS | HCS C42 C40 1 1 71102
F X C2B2T* Dietitian 11 C8B2TX Dietitian 11 HCS | HCS C46 C44 1 1 7/1/02
F X C2B3** Dietitian 111 C8B3XX Dietitian 111 HCS | HCS | C50 C48 1 1 7/1/02
F X C2C1TX Child Care Aide J2B1TX Child Care Aide HCS T C17 Ji1 1 1 7/1/02
F X C2C2XX Early Childhood Educator | J2B2XX Early Childhood Educator | HCS T Cc21 J15 1 1 7/1/02
F X C2C3XX Early Childhood Educator Il | J2B3XX Early Childhood Educator 11 HCS T C25 J19 1 1 7/1/02
F X C2ELT* HIth Facil Comp Survey | C7C2TX Health Professional |1 HCS | HCS | C45 c44 0 0 71102
F X C2E2** HIith Facil Comp Survey |1 C7C4AXX Health Professional IV HCS | HCS C52 C54 0 0 7/1/02
F X C2E3** HIth Facil Comp Survey 11 C7C5XX Health Professional V HCS | HCS C61 C58 0 0 7/1/02
F X C2G1** Pharmacy Inspector | CBE1XX Pharmacy | HCS | HCS | C59 C60 0 1 71102
F X C2G2** Pharmacy Inspector |1 CBE2XX Pharmacy |1 HCS | HCS C63 Cc64 0 1 7/1/02
F X C2H1XX | Pharmacist| C8E1XX Pharmacy | HCS | HCS C57 C60 1 1 7/1/02
F X C2H2XX | Pharmacist Il C8E2XX Pharmacy 11 HCS | HCS Cc61 C64 1 1 71102
F X C2K1XX | Veterinarian | CI9B1XX Veterinarian | HCS | HCS | C69 C65 0 0 7/1/02
F X C2K2XX | Veterinarian 1l C9B2XX Veterinarian I HCS | HCS C73 C69 0 0 7/1/02
F X C2K3XX | Veterinarian Il C9B3XX Veterinarian 111 HCS | HCS C76 Cr2 0 0 7/1/02
F X C2L1XX Primary Care Supervisor C6S5XX Nurse V HCS | HCS | C60 C62 1 0 71102




P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X C3A1TX | Cardiovascular Technician C8AI1TX Diag Proced Technol | HCS | HCS Cc24 c27 3 3 7/1/02
F X C3F2XX | Denta Hygienist |1 CB6Q5XX Dental Care V HCS | HCS | C4 C46 0 0 7/1/02
F X C3G1TX Dental Lab Techn | C8D3XX Laboratory Technology 111 HCS | HCS C48 C47 0 3 7/1/02
F X C3G2XX | Denta Lab Technll C8D4XX Laboratory Technology 1V HCS | HCS C50 C51 0 3 7/1/02
F X C3I1TX EEG Tech | C8A2XX Diag Proced Technol |1 HCS | HCS C30 C33 3 3 71102
F X C3J1XX Nuclear Medicine Tech C8A3XX Diag Proced Technol 111 HCS | HCS C39 C42 3 3 7/1/02
F X C3L2XX | Radiologic Technll CB8A3XX Diag Proced Technal 11 HCS | HCS | C38 C42 3 3 7/1/02
F X C3L3XX Rediologic Techn I11 C8A4XX Diag Proced Technol 1V HCS | HCS | €43 C50 0 0 71102
F X C3M1TX | Respiratory Therapy Tech C8A2XX Diag Proced Technol |1 HCS | HCS C30 C33 1 3 7/1/02
F X C301T* Veterinary Assistant COALTX Animal Carel HCS | HCS C23 Cc24 1 1 7/1/02
F X C3P2XX | Veterinary Specidist I CIC3XX Veterinary Technology 111 HCS | HCS C37 C38 1 1 7/1/02
F X C3P3XX | Veterinary Specidist I11 C9C4AXX Veterinary Technology 1V HCS | HCS C39 C41 1 1 7/1/02
F X C3Q1IX Veterinary Technician Int C7D2IX HCS Traineell HCS | HCS C23 C22 1 1 7/1/02
F X C3R1TX | Ultrasound Technologist CB8A3XX Diag Proced Technol 111 HCS | HCS | C39 C42 3 3 7/1/02
F X C4A2XX | Histology Technician Il C8D2XX Laboratory Technology Il HCS | HCS C43 C41 1 3 7/1/02
F X C4B1IX Laboratory Asst Intern C7D1IX HCS Trainee | HCS | HCS C15 Cil4 1 1 7/1/02
F X C4B2TX Laboratory Asst | C8C1TX Laboratory Support | HCS | HCS C19 C17 1 1 7/1/02
F X C4B6XX | Laboratory Technician Il C8D2XX Laboratory Technology Il HCS | HCS C43 C41 1 3 7/1/02
F X C4C1IX Medical Technol Intern C8D1TX Laboratory Technology | HCS | HCS C36 C37 3 3 7/1/02
F X C5D1TX Mentd HIth Prog Spec | C7C6XX Health Professiona VI HCS | HCS C6l C62 0 0 7/1/02
F X C5D2XX | Mental HIth Prog Spec Il C7C7XX Health Professional VII HCS | HCS | C63 C66 0 0 7/1/02




P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X C5F2TX Psychiatric Care Tech | C6R1TX Health Care Technician | HCS | HCS | C26 Cc28 1 3 7/1/02
F X C5H1TX | Socia Work Assoc/Intern C4AL1TX Socia Work/Counselor | HCS | HCS | C37 C39 0 1 71102
F X C5H5XX | Social Worker Program Dir C7C7XX Health Professiona VII HCS | HCS C56 C66 0 0 7/1/02
F X C6B1XX Nursel C6S1XX Nurse | HCS | HCS C45 C47 1 1 71102
F X C6B3XX Nurse 11 C6S3XX Nurse 11 HCS | HCS C52 C53 1 1 71102
F X C6B4XX Nurse IV C6AXX Mid-Level Provider HCS | HCS C56 C57 1 1 7/1/02
F X C6C2TX | NurseAide C6P2X X Client Care Aidell HCS | HCS | Ci18 C20 3 3 7/1/02
F X C6E1X X Nurse Practitioner | C64AXX Mid-Level Provider HCS | HCS | C55 C57 1 1 71102
F X C6F1XX Nurse Specialist C6S3XX Nurse I11 HCS | HCS Cs1 C53 1 1 7/1/02
F X C6H1XX | Public Hith Nurse Consult C7EIXX Nurse Consultant HCS | HCS ce4 C62 0 0 7/1/02
F X CB6J1XX Clinical Nurse Specidlist CBAXX Mid-Level Provider HCS | HCS | C58 C57 0 1 7/1/02

Abolished HCS classes

F X C1B3** Clinical Therapy Asst 111 Abolish — converted 7/1/02
F X C1C4XX | Dev Disab Prog Mor | Abolish — converted 71102
F X C1C5XX | Dev Disab Prog Mgr Il Abolish — converted 7/1/02
F X C1D1TX | Devel Disab Aide Abolish — converted 71102
F X C1D3TX | Devel Disab Techl Abolish — converted 71102
F X C1D5XX Devel Disab Tech I11 Abolish — converted 71102
F X C1E2TX Occ/Phys Therapist 11 Abolish — converted 7/1/02
F X C1E3XX | Occ/PhysTherapist 111 Abolish — converted 7/1/02
F X C1E5XX | Occ/PhysTherapist V Abolish — converted 71102




P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X C1G1TX | Specia Education Tech | Abolish — converted 7/1/02
F X C1G2XX | Specia Education Tech Il Abolish — converted 7/1/02
F X C1G3XX | Specia Education Tech Il Abolish — converted 7/1/02
F X C1G4XX | Special Education Tech IV Abolish — converted 71102
F X C2A1T* Aud-Speech/Lang Spec | Abolish — converted 7/1/02
F X C2A2** Aud-Speech/Lang Spec 1l Abolish — converted 7/1/02
F X C2A3** Aud-Speech/Lang Spec |11 Abolish — converted 71102
F X C2A4** Aud-Speech/Lang Spec IV Abolish — converted 7/1/02
F X C2B1I* Dietitian | Abolish — converted 71102
F X c2B2T* Dietitian |1 Abolish — converted 71102
F X C2B3** Dietitian 111 Abolish — converted 7/1/02
F X C2C1TX | Child CareAide Abolish — converted 71102
F X C2C2XX | Early Childhood Educator | Abolish — converted 7/1/02
F X C2C3XX | Early Childhood Educator |1 Abolish — converted 71102
F X C2EAT* HIth Facil Comp Survey | Abolish — converted 7/1/02
F X C2E2** HIth Facil Comp Survey |1 Abolish — converted 7/1/02
F X C2E3** HIth Facil Comp Survey 111 Abolish — converted 71102
F X C2G1** Pharmacy Inspector | Abolish — converted 71102
F X C2G2** Pharmacy Inspector Il Abolish — converted 7/1/02
F X C2H1XX | Pharmacist | Abolish — converted 71102
F X C2H2XX | Pharmacist I Abolish — converted 71102




P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X C2K1XX | Veterinarian| Abolish — converted 71102
F X C2K2XX | Veterinarianll Abolish — converted 71102
F X C2K3XX | Veterinarian Il Abolish — converted 71102
F X C2L1XX Primary Care Supervisor Abolish — converted 71102
F X C3A1TX | Cardiovascular Technician Abolish — converted 71102
F X C3F2XX Dental Hygienist 11 Abolish — converted 7/1/02
F X C3G1TX | Dental Lab Technl Abolish — converted 71102
F X C3G2XX | Dental Lab Technll Abolish — converted 71102
F X C3I1TX EEG Tech | Abolish — converted 71102
F X C3J1XX Nuclear Medicine Tech Abolish — converted 71102
F X C3L2XX Radiologic Techn Il Abolish — converted 71102
F X C3L3XX Radiologic Techn 111 Abolish — converted 7/1/02
F X C3M1TX | Respiratory Therapy Tech Abolish — converted 7/1/02
F X C301T1* Veterinary Assistant Abolish — converted 7/1/02
F X C3P2XX | Veterinary Specidist I Abolish — converted 7/1/02
F X C3P3XX | Veterinary Specidist I11 Abolish — converted 7/1/02
F X C3Q1IX Veterinary Technician Int Abolish — converted 71102
F X C3R1TX | Ultrasound Technologist Abolish — converted 71102
F X C4A2XX | Histology Technician Il Abolish — converted 7/1/02
F X C4B1IX Laboratory Asst Intern Abolish — converted 7/1/02
F X C4B2TX Laboratory Asst | Abolish — converted 71102

10




P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X C4B6XX | Laboratory Technician Il Abolish — converted 7/1/02
F X C4ClX Medical Technol Intern Abolish — converted 71102
F X C5D1TX | Menta Hith Prog Spec | Abolish — converted 7/1/02
F X C5D2XX | Mental Hith Prog Spec Il Abolish — converted 71102
F X C5F2TX Psychiatric Care Tech | Abolish — converted 7/1/02
F X C5H1TX | Social Work Assoc/Intern Abolish — converted 71102
F X C5H5XX | Social Worker Program Dir Abolish — converted 71102
F X C6B1XX | Nursel Abolish — converted 71102
F X C6B3XX | Nurselll Abolish — converted 71102
F X C6B4XX | NurselV Abolish — converted 71102
F X C6C2TX | NurseAide Abolish — converted 71102
F X C6E1XX | NursePractitioner | Abolish — converted 71102
F X C6F1XX Nurse Specialist Abolish — converted 7/1/02
F X C6H1XX | Public HIth Nurse Consult Abolish — converted 71102
F X C6J1XX Clinical Nurse Specialist Abolish — converted 7/1/02
Clinical Therapist Study —no changes
F C5J1IX Clinical Therapist | C5J11X Clinical Therapist | HCS | HCS | C33 C33 1 1 7/1/02
F C5J2TX Clinical Therapist 11 C5J2TX Clinical Therapist 11 HCS | HCS | C37 C37 1 1 7/1/02
F C5J3XX Clinical Therapist I11 C5J3XX Clinical Therapist I11 HCS | HCS C41 C41 0 0 7/1/02
F C5H4XX Clinical Therapist IV C5HUXX Clinical Therapist IV HCS | HCS C50 C50 0 0 7/1/02
F C5J5X X Clinical Therapist V C5J5X X Clinical Therapist V HCS | HCS | Cb54 Ccx4 0 0 7/1/02
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P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
Abolished LTC Class

F X D7D4XX | Transportation Maint IV Abolish - vacant LTC 7/1/02
Abolished ASR Class

F X G3C1IX Library Technician Intern Abolish - vacant ASR 11/01/01
ASR Pay Grade Changes

F X G3C2TX Library Technician | G3C2TX Library Technician | ASR ASR G29 G34 1 1 7/1/02
F X G3C3XX | Library Technician Il G3C3XX Library Technician I ASR | ASR G35 G38 1 1 71102
Abolished PS Classes

F X H3B1XX | Broadcast Specidlist | Abolish - vacant PS 7/1/02
F X H3B2XX | Broadcast Specialist Il Abolish - vacant PS 7/1/02
F X H4Q5XX | Port of Entry IV Abolish - vacant PS 71102
F X H5F4XX | Hearings Officer IV Abolish - vacant PS 7/1/02
New PSE Classes

F X 11B1TX Statistical Analyst | PSE PSE 123 123 0 0 7/1/02
F X 11B2X X Statistical Analyst 1 PSE PSE 130 130 0 0 71102
F X 11B3XX Statistical Analyst 111 PSE PSE 139 139 0 0 7/1/02
F X 11B4XX Statistical Analyst IV PSE PSE 143 143 0 0 7/1/02
Converted/Revised PSE Classes

F X 11B1T* Statistical Analyst | 11B1TX Statistical Analyst | PSE PSE 123 123 0 0 7/1/02
F X 11B2** Statistical Analyst |1 11B2XX Statistical Analyst 1 PSE PSE 130 130 0 0 7/1/02
F X 11B3** Statistical Analyst I11 11B3XX Statistical Analyst 111 PSE PSE 139 139 0 0 7/1/02
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P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X 11B4** Statistical Analyst IV 11B4XX Statistical Analyst IV PSE PSE 143 143 0 0 7/1/02
F X 12C1I* Engineer Intern 12C11* Engineer-in-Training | PSE PSE 125 125 0 0 7/1/02
F X 12C21* Engineer-in-Training | 12C2T* Engineer-in-Training 11 PSE PSE 130 130 0 0 7/1/02
F X |2C3** Engineer-in-Training I 12C3** Engineer-in-Training 111 PSE PSE 134 134 0 0 71102
F X I15B2TX Biomedical Equip Tech | ISE3X X Electronics Spec |1 PSE PSE 122 122 1 1 7/1/02
F X I5B3XX Biomedical Equip Tech 1l ISE4XX Electronics Spec 111 PSE PSE 126 128 0 0 7/1/02
F X I15B4X X Biomedical Equip Tech Il I5ESXX Electronics Spec IV PSE PSE 132 134 0 0 71102
F X IS5ELIX Telecomm/Elec Spec Intern ISE1IX Electronics Spec Intern PSE PSE 110 110 1 1 71102
F X ISE2TX TelecomnV/Elec Spec | ISE2TX Electronics Spec | PSE PSE 116 116 1 1 7/1/02
F X ISE3XX Telecomm/Elec Spec 11 ISE3XX Electronics Spec |1 PSE PSE 122 122 1 1 7/1/02
F X ISEAXX Telecomm/Elec Spec |11 I5E4AXX Electronics Spec 11 PSE PSE 128 128 0 0 71102
F X IBE5XX Telecomm/Elec Spec IV ISEBX X Electronics Spec IV PSE PSE 134 134 0 0 7/1/02
Abolished PSE Classes
F X 11B1T* Statistical Analyst | Abolish - converted 71102
F X 11B2** Statistical Analyst I Aboalish - converted 7/1/02
F X 11B3** Statistical Analyst 111 Abolish - converted 7/1/02
F X 11B4** Statistical Analyst 1V Abolish - converted 71102
F X I15B2TX Biomedical Equip Tech | Abolish - converted 71102
F X I5B3XX Biomedical Equip Tech 1l Aboalish - converted 7/1/02
F X I15B4XX Biomedical Equip Tech 111 Abolish - converted 7/1/02
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P CD Changes Current Class New Class Occ Grp Grade Pay Diff. Effective
g‘ New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
New Teacher Classes

F X J2B1TX Child Care Aide HCS T C17 Ji1 1 1 7/102
F X J2B2XX Early Childhood Educator | HCS T c21 J15 1 1 7/1/02
F X J2B3XX Early Childhood Educator 11 HCS T C25 J19 1 1 7/1/02

* For the A3CLTX class, grade A92 is the consolidated pay grade for grades A23, A27 and A33. Thereis no change in the salary amounts included in A92.

NOTE: Please note that the pay differentia for the following HCS classes has changed: Developmental Disability Aide (C1D1), Developmental Disability Tech | (C1D3), Specid Education Tech |
(C1G1), Specia Education Tech 1V (C1G4), Audiology -Speech/Language Specidist |1-1V (C2A2-4), Pharmacy Inspector | & 11 (C2G1-2), Primary Care Supervisor (C2L1), Dental Lab Technician I-11
(G3G1-2), Respiratory Therapy Technician (C3M1), Histology Technician Il (C4A2), Laboratory Technician Il (C4B6), Psychiatric Care Technician | (C5F2), Social Work Associate/Intern (C5H1)

and Clinical Nurse Specialist (C6J1). All positions that were previously approved as eligible for pay differentials will remain approved. Agenciesthat create positionsin these new classesin the future
will need to obtain approval for pay differentials on a position-by-position basis, in accordance with Director’ s Administrative Procedures.

ISSUING AUTHORITY: Colorado Department of Personnel & Administration

Revised 01/02
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SYSTEM MAINTENANCE STUDY

NARRATIVE REPORT -- FINAL CHANGES

ENFORCEMENT & PROTECTIVE SERVICES
CONSOLIDATION STUDY

Class Code A1A1XX through A9A3XX

Conducted Fiscal Year 2002-2003

BACKGROUND AND PURPOSE OF STUDY

This systemwide study is part of the Department of Personnel and Administration's (hereafter
"the department") statutory responsibility, CRS 24-50-104(1)(b), for maintaining and revising
the system of classes covering al positions in the state personnel system. Such maintenance may
include the assignment of appropriate pay grades that reflect prevailing wage as mandated by
CRS 24-50-104(1)(a). The state personnel director has delegated authority for system studies to
the Division of Human Resources (hereafter "the division™). This study concerned the classesin
the Enforcement and Protective Services (EPS) occupationa group.

This study was initiated for several reasons: one, this occupational group had not been studied
for further consolidation following the 1993-95 Job Evauation System Redesign Project; two,
requests had been received to review the occupational group definition for possible inclusion of
non-peace officer classes, three, the peace officer requirement was missing from the class
description for the Criminal Investigator series; four, some classes pay grades were out of
alignment with the prevailing labor market; and, five, the Department of Corrections had decided
to consolidate two divisions (Community Corrections and Parole) that drove the need to collapse
two class series into one describing jobs with both types of responsibilities.

METHODOLOGY

Based on the above needs for the study, the responsible occupational specialist proposed that it
be included in the team work plan for the 02-03 fiscal year. Following management approval of
the work plan, this study was included in the list of studies to be completed this fiscal year. The



conduct of the study followed the Guide to the System Maintenance Study Process established
by the division and published on its web site. Individua placement of positions was not a
purpose of the study, hence Position Description Questionnaires (PDQs) were not collected and
evaluated, except for the specia review of specific positions at the Colorado Mental Health
Ingtitute at Pueblo (CMHI-P) to deal with the work duties of the forensic psychiatric technicians
at that facility.

The list of al system maintenance studies was formally announced via email to all agency HR
administrators and placed on the division's web site during August 2001. Study team members
were recruited at the same time. Criteriafor selecting a study team member included being well
versed in the system's principles, structure, and factors; having the ability to think conceptually
and creatively; possessing the ability to devote the necessary time and energy required; and being
able to take an active role in explaining and defending the study and its outcomes.

From the volunteers for the study, the study team leader selected representatives from the
departments of Human Services, Revenue, Regulatory Agencies, Corrections, Public Safety, and
representatives from the higher education institutions of Colorado State University, Auraria
Higher Education Center, and the University of Colorado - Boulder. These study team members
represented the major groups of positions in this occupational group. Additionaly, a study co-
leader and representatives from the Total Compensation Unit and the Workforce Staffing Unit
from the division joined the study group.

The study team was first assembled on October 25, 2001, when the objectives and process for the
study were reviewed with study team members. The primary study objectives were:

Consolidate classes where appropriate.

Vaidate use and need for classes and concepts.

Validate minimum qualifications and competencies.

Review the pay structure, prevailing market, and practices.

Facilitate integration into performance based pay.

Review of class structure and issues

Initialy, the study team reviewed each class in this occupationa group and the definition of the
group. The EPS occupational group consisted of 61 classes grouped into 16 separate series. The
class series ranged from six classes in several series to one class in one series. The largest class
was Correctiona Officer | with over 2400 positions down to one position in the Assistant Chief,
Wildlife Law Enforcement class. The total number of positionsin this group was approximately
5508 fot including positions at Colorado State University and the University of Colorado
system) at the start of the study -- this represented approximately 20.7% of the total workforce.

The study team developed the study plan and the communications plan to guide its actions
throughout the process. These would be modified as the study progressed when needed. The
goal was to have the study completed by late spring 2002 so that Phase | could be implemented
on July 1, 2002. Fina implementation of those changes having a fiscal impact would occur the
following July 2003. The study plan included phases for fact finding, discussion with subject
matter experts, on-site vigits if necessary, open forums to gather inputs and explain the study,



team analysis of issues and decision making, review and finalization of compensation issues by
the Total Compensation Unit, proposal of the study recommendations, conduct meet and confers,
followed by final publication of the results of the study. The following paragraphs of this
narrative outline the issues and final recommendations of the study team and the department.

ISSUES AND FINDINGS

Definition of occupational group

The study group reviewed the definition of the EPS occupational group. This was primarily
done in response to requests to expand this definition beyond its present scope. The existing
definition is:

These occupations perform services where Peace Officer Level | or Level Il status is granted by
statute with the authority and duty to enforce criminal laws and are responsible for the
prevention, detection, and investigation of crime. This group is concerned with the protection of
persons and property against loss, injury, or disturbance resulting from criminal acts, accidents,
and other hazards. Training and skill in the use of weapons is required, as is the periodic
gualification with such weapons. Employees must satisfy requirements set forth in statute to
carry out their commission and duties, and generally require certification by the Peace Officers
Sandards and Training Board. Included are supervisors and administrators.

NOTE: Occupations performing inspection or regulatory functions for the purpose of
maintaining compliance with technical or professional standards, specifications, contracts, or
civil code are not included in this occupational grouping. Such occupations are best evaluated
in the families containing their specific professions.

Two agencies employing Police Communications Technicians (law enforcement dispatchers)
had requested that the department allow these classes to be placed in the EPS occupational
group. The justification presented was that since positions in these classes are in direct support
of law enforcement, communicate with them on a continual basis, and their jobs are directly
connected to law enforcement jobs, they should be recognized in this occupational group. The
agencies also reported difficulties in recruiting and retaining employees in this class series.

The study team reviewed the background for the establishment of the occupational groups in
1986-7 and the Director's Decisions on appeals from those groupings. It found that the same
issue was addressed at that time and the Director had reviewed the evidence and made a
decision. The decision was that the EPS occupational group definition included the requirement
that positions and classes in the group must have Peace Officer level |, Ia, or 11 authority granted
by statute. Because the communications technicians (and other similarly situated classes) did not
have this peace officer status, they could not be placed in the EPS Group.

The study team reviewed the situation once more and found that the Police Communications
Technicians still did not have peace officer authority and that their claims were identical to those
presented to the Director in 1987. The study team considered expanding the occupational group
definition, but decided against it because the peace officer requirement preserved the law



enforcement integrity of the group and expanding the definition to other levels of peace officer
authority or non-peace officers would dilute this integrity. They further determined that any
expansion would make it much more difficult to determine which classes or positions belonged
in that group and which did not. The team noted that other positions have similar working
relationships with police officers and troopers similar to the communication technicians and, if
the definition was expanded, one distinctive determinant could not be identified that would
equitably distinguish between classes or positionsin or out of this occupationa group. The study
team concurred with the 1987 Director’s Decision that the occupational group definition should
not be expanded to include classes or positions beyond the Peace Officer level I, la or Il
currently placed in this group.

Because of prevailling market pay issues with one class of the Police Communications
Technician series, the recruiting and retention issues were transferred to another system
maintenance study conducted specifically on that class series. Those results are published in a
separate document available from the department.

The study team further reviewed the occupational group definition and discovered that some
minor rewording needed to be made as follows:

These occupations perform services where Peace Officer Level | or Level Il status is granted by
statute with the authority and duty to enforce criminal laws and are responsible for the
prevention, detection, and investigation of crime. This group is concerned with the protection of
persons and property against loss, injury, or disturbance resulting from criminal acts, accidents,
and other hazards. Training and skill in the use of weapons are typically required, as is the
periodic qualification with such weapons. Employees must satisfy requirements set forth in
statute to carry out their commission and duties, and gereratly may require certification by the
Peace Officers Sandards and Training Board. Included are supervisors and administrators.

NOTE: Occupations performing inspection or regulatory functions for the purpose of
maintaining compliance with technical or professional standards, specifications, contracts, or
civil code are not included in this occupational grouping. Such occupations are best evaluated
in the families containing their specific professions.

These two changes better reflect actual work requirements. Not all peace officers are required to
carry and be trained with weapons or certified by the Peace Officer Standards and Training
Board (POST). For example, agents in the laboratory at the Colorado Bureau of Investigation
(CBI) do not need to carry weapons nor be POST certified to carry out their duties. Also,
positions in the Department of Corrections (DOC) are trained in their own academy and do not
need POST certification. Therefore, the above changes are recommended.

Corrections Case Manager series

This series consists of three classes, full operating, work leader, and supervisor, and is used
exclusively by the Department of Corrections to manage caseloads of offenders while
incarcerated. Some minor suggestions were received by the study team during the open forums
on these classes. They included the need for more personal computer training, added duties for



oversight of offendersin private facilities, differences between positions at Headquarters DOC in
offender management, and clinical assessment positions at the Denver Reception and Diagnostic
Center (DRDC). The study team reviewed these suggestions and found that all are either issues
better handled internally by DOC or do not fit the concept for the Case Manager series. The
study group concurred that the assessment positions a8 DRDC are not case managers as they only
have contact with offenders for short periods of time while they are being processed into the
system and do not continue to manage them once they leave DRDC.

The study team recognized the difference between case management in individual prison
facilities and those at central headquarters, but judged them to be sufficiently related to be kept
in this broad class concept. While the positions at headquarters do have a much more global
perspective for managing al offenders in the system, they still must understand and track the
progress of individual offender cases as they are moved within the prison system. While the
work between these positions and facility case managers with an assigned caseload may be
somewhat different, they both continue to fit this broad class concept.

The study team reviewed the feasibility of consolidating this series with others in this
occupational group. They found that while the pay grades may be similar to other correctional
classes, the type of work and the factor combinations are not compatible with other corrections
classes. The study team agreed that any attempt to collapse the case managers into other
corrections classes would be confusing and arbitrary and could not reasonably be justified.

Other than updating some language in the class series, there are no changes recommended for the
Corrections Case Manager class series. The Total Compensation Unit reviewed the pay grades
for these classes and found that no change was justified. Historically, the pay grades for the
Case Manger | and 111 have been directly related (comparable) to the Correctional Officer 111 and
IV classes respectively. The Case Manager 1l class pay grade was placed partway between the
other two. Since there were no pay grade changes justified for the Correctional Officer |11 and
IV classes, no changes to the case managers are recommended.

Correctional Officer series

This class series consists of six classes and follows a traditional hierarchy of full operating, work
lead, first supervisor, second supervisor, and third supervisor (manager) sequence. A separate
intern class is only used by the Division of Youth Corrections within Human Services. This
series has been used by both the Department of Corrections for adult and some youth offenders
and is used by the Division of Youth Corrections in their detention centers throughout the state.
The CMHI-P aso uses the lower levels for its forensic security units.

During the open forums, only three issues were identified: one, some "blurring” of movement
from the | to the Il class has occurred in some prison facilities, a rumor existed that the Il class
would be abolished; and an equity issue for psychiatric technicians at CMHI-P who have been
assigned more security and control duties, but paid at the lower pay scale of Health Care
Technicians. The study group reviewed the claimed "blurring” of positions in the | and I
classes. Based on information from the DOC representative on the study, the team determined
that the factors are distinct between the two classes in the class description and further



clarification to the concepts was unnecessary. They decided that this was an internal DOC issue
that needed to be addressed by human resources and managers in that department to keep
positions properly placed in the appropriate class. Apparently, reorganizations within DOC
where lead work was removed from positions did not result in the Il positions being reviewed for
subsequent proper alocation. That resulted in two or more positions being placed in the lead
work class (Corrections Officer I1) and one or more of them not having actual lead work duties.
The study group recommends that DOC address these issues as they are outside the scope of this

study.

The study group found no basis for the claim that there was an effort to abolish the Il class and
recognizes that as an unfounded rumor. While unfortunate, this incident did bring to light the
value of open forums to validate what the study objectives are and are not. They are also a
valuable communication tool to help employees statewide understand the role and purpose of
system maintenance studies.

The equity issue of the psychiatric technicians at CMHI-P was found to be much more extensive
than originally thought. Discussions with the Department of Human Services study team
member and HR specialists aa CMHI-P revealed that a group of employees in the forensic
psychiatric units had hired a lobbyist and that two legidators were interested in pursuing a
statutory solution to the perceived pay inequity with this type of position. This situation was
exacerbated by the concurrent escalation of health care premiums for Pueblo County. The issue
evolved from psychiatric technicians (recently consolidated into Health Care Technician 1) being
assigned more and more physical security duties to protect the staff and facility from out-of-
control mental patients in severa high security treatment units a8 CMHI-P. These duties were
previously performed by Correctional/Security Services Officer Iswho had responsibility for the
internal and external security of these forensic units. Due to severd injuries to staff within the
units, CMHI-P's management review showed that proper security could best be provided by
personnel working in the unit with much faster response times than the Correctional Officers on
the exterior of the units. CMHI-P management decided that the internal psychiatric technicians
could best be trained and assigned these security duties. However, the pay for these psychiatric
technicians was approximately 37% lower than Corrections Officer Is.

The study group met with representatives of CMHI-P to explore the issues and potential
solutions. Following that initial meeting, CMHI-P was asked to formally study two potential
solutions and report back to the study team several weeks later. The two aternatives were to
either use another existing class, the Health Care Technician Il or Correctional/Security
Services Officer I, or to develop a new class series within the Health Care Services occupational
group to accommodate this need. The occupational specialist leading the study team worked
with the lobbyist and the two legidators to persuade them to withhold any further action until the
department had time to try to reach an acceptable solution.

The CMHI-P HR representative and two forensic security subject matter experts (SMES)
reported back to the study team with the results of their analysis of the alternatives. Their report
proposed that the department create a new "Clinical Security Officer” class series of three levels
to focus on the heavy security duties of psychiatric technicians in some of the units at CMHI-P.
Not all psychiatric technicians at CMHI-P would be placed in this new class series as not al of



them have the heavy security duties. They proposed this new class series as best meeting their
needs for the following reasons:
This series would recognize both the security duties and the psychiatric technician
certification requirements whereas none of the existing classes could offer this capability.
It would provide adistinct career path for these types of positions.
It would be placed in the Health Care Services (HCS) occupational group but still have
the security authority (peace officer) to be used potentially as legal sanctions against
unruly clients. (Assault on a peace officer is considered a felony.)
Positions in this new class would not be perceived as "prison guards' which might
suggest the wrong focus in a health care treatment setting and possibly raise concerns
with national standard setting agencies, i.e., JCAHO - HICFA.
Recruiting of new hires would be easier when not associated with "corrections guards.”

After lengthy discussion and analysis of pros and cons, the study team concluded that the use of
the existing Correctional/Security Services Officer class series would meet the basic needs of
CMHI-P. While not an ideal solution, it did conform to the prime objective of this study in
consolidating classes into even broader class concepts, rather than creating new, narrower
concept classes. The study group recommended that the class title and class description of work
for the Correctional/Security Services Officer series be expanded to accommodate their need.
The use of working titles for positions and in announcements for hiring would alleviate the
concerns about the "prison guard” perception by others. These working titles would also help
alleviate some of the concern about accreditation reviews by JCAHO. The study team believed
it would be difficult to justify placing a peace officer class in the HCS occupational goup if a
new series was created. The study team also believed it practical to modify the existing
minimum qualifications for the corrections classes to accommodate the certification requirement
of these forensic psychiatric technician positions. The study team aso noted that a similar
situation occurred in 1993 when the Youth Corrections Youth Service Workers were
consolidated with the Corrections classes and this arrangement has been working satisfactorily
for Youth Corrections since that time.

One question arose on what is the basis for the peace officer authority of these types of positions
at CMHI-P. Similar to the authority granted to security officers employed by CMHI-P for
external ward security, the authority granted by C.R.S.18-1-901 and 24-7-101 cover these
psychiatric technicians. A primary function of these psychiatric technician jobs is the security of
the resources of CMHI-P while still performing treatment functions for patients.

The study team representative from the Total Compensation Unit searched for relevant salary
data to apply to this type of work. The Central States Compensation Association had reported in
its annual survey of sdaries for 22 western states about a similar class of work. Upon
verification of class concepts from the reporting states, a salary relationship was established that
showed that an appropriate pay grade for this forensic psychiatric technician work was closer to
Colorado's Correctional Officer | class than the alternate Health Care Technician 11l class. This
further validated the study team's decision to modify the class concept of Correctional/Security
Services Officer series to accommodate the forensic psychiatric technicians.



In conclusion, the study team recommends that the title and class concept for the existing
Correctional/Security Services Officer series be expanded to include the forensic psychiatric
technician work. The new class series title will be Correctional, Youth, & Clinical Security
Officers.

Cost issues. One further hurdle with this issue will be the cost associated with moving these
forensic psychiatric technicians in some of CMHI-P's units to the higher class and pay grade.
CMHI-P staff estimated that the first year cost would be approximately $20,491 per month for
about 80 postions. Given the current budget shortfals and expected revenue limits, the
Department of Human Services may have to obtain special budgetary authority to fund these
increases. The department will support them in this legidative effort. The study team also
recommended that CMHI-P pursue a multi-step phase in.

Saary review

The study team co- leaders and the Total Compensation Unit reviewed the salary levels for these
classes. Salary data for the last severa years was available for the Correctional Officer | class.
While the market data shows the state lagging behind three years ago, the most recent data shows
that we are within two percent and drawing closer to the market. Hence, there is no justification
to adjust the pay grade for this class.

No market data were available for the remaining classes in this series. Historicaly, the upper
classes have been adjusted based on changes to the Correctional Officer | class; therefore, since
that class pay grade is not changing, no changes in pay grade for the other classes in the series
are recommended.

Correctional Support Supervisors series

This group of classes consists of five separate series with three or four classes in each. These
classes are conceptually mixed with the primary focus being a trade function and a strong
secondary function being correctional in nature. As supervisory positions in DOC, these
positions have peace officer authority and belong in EPS. Due to these mixed assignments, the
historical practice since 1993 has been that these classes pay grades would be set at the higher
of ether their respective trade occupation or their correctional duties. Two of the series,
electrica and pipes, had pay grades representative of their corresponding Labor, Trades, &
Crafts (LTC) occupations since those are highly skilled and are typically licensed or certified
classes paid higher than the corrections part of these job classes. The other three occupations,
food service, general LTC maintenance, and an "other” that included any LTC occupation not
included in the first four mentioned, had LTC classes included whose pay was lower than their
correctional counterparts. In essence, two of the series had pay grades higher than the
correctional counterpart and three of the series had pay equivalent to their correctiona
counterparts.

The study team evauated the feasibility of collapsing these five series into two; one,
representing the higher paying licensed or certified trades and, the other, representing the trades
paid at the correctional equivalent pay grades. All of these classes are supervisory and have



common levels and factor definitions. Previoudly, the electrician support supervisor classes pay
grades were dlightly lower than the pipes trades (plumbers, HVAC, and pipe fitters), but during
the LTC Consolidation Study, these two classes in LTC were leveled and their pay grades made
equivalent. With the previous practice of paying the Correctional Support Supervisors
comparable to their LTC salary levels, these two separate Correctional Support Supervisor series
(Electrician and Pipes) should now be equivalent in pay grade. This could either be
accomplished by assigning the two separate series the same pay grades, or combining them into
one consolidated class. The study team decided that consolidation made the most sense and
would ensure future comparability.

Similarly, the other three series were all paid at the equivalent correctional salaries that were
higher than their comparable trade class pay grade. The study team decided that these three
series could be collapsed into one broad series. It became evident to the study team that it was
practical and reasonable to collapse the previous five series into two: one, which describes the
highly trained, licensed or certified trades of electricians, plumbers, electronics specialists,
HVAC specidists, pipe fitters, etc.; and, two, the other unlicensed trades series covering all the
other types of support supervisor positions used in the corrections settings. The consolidation
plan is depicted below.

CURRENT PROPOSED

A1E | Corr’'l Support Electrical Supv I, 11, 111 Corr’l Support Licensed Trades Supervisors
A1H | Corr’'l Support Pipes Supv I, II, I11 Corr’l Support Licensed Trades Supervisors
A1F | Corr’'| Support Food Supv I, 11, 111, IV Corr’| Support Trades Supervisors

A1G | Corr’'l Support Maint Supv I, I1, 111 Corr’| Support Trades Supervisors

A1l | Corr’'l Support Other Supv I, 11, 111 Corr’| Support Trades Supervisors

The distinction between the two proposed series becomes the specific trade involved and the
licensing or certification requirement for the first series. Typically, al positionsin the electrician
and pipes classes previously and currently require either a license issued by the state licensing
authority, or extensive training and certification in the case of HYAC mechanics. The positions
in the other "unlicensed" series typically do not require alicense or certification to perform work
in their field.

Salary review

The study leader reviewed the saary levels for the classes proposed to be collapsed. As
mentioned above, the first two levels of the Correctional Support Electrician Supervisor series
were at lower pay grades than the first two levels of the Correctional Support Pipes Supervisor
series. Effective 7/1/2000, the LTC Consolidation Study implemented a change in pay grade for
the eectrician classes which raised them to be equivaent with the pipes classes. Therefore,
under the practice of paying the Correctional Support Supervisor classes at |least the level of their
corresponding LTC pay grade, the Correctional Support Electrician Supervisor | and 11 class pay
grades should have been examined. Knowing that this study was scheduled, the department
decided to wait to change the pay grades as part of this study.



Because the LTC study raised the Electrical Trades classes to the market level, the Correctional
Support Electrician Supervisor | and 1l classes should be raised comparably. Both classes are
recommended to be raised by one grade (2.5%), which will make tem equivalent to their
comparable Electrical Trades class. This sdary grade increase should occur even if this
consolidation did not take place.

As part of the salary analysis, the salary level for the Correctional Support Pipes Supervisor | and
Il classes were found to be higher than their equivalent LTC occupation. This became a fact
because the EPS Occupational Group annual salary adjustments over the past five years have
been 3.6% higher than the LTC Occupational Group. This drove the Correctional Support Pipes
Supervisor classes above their LTC counterparts. Hence, the pay grade for the Correctional

Support Pipes Supervisor | and Il classes have risen above their LTC counterparts by two grades
and one grade respectively. They are recommended to be lowered accordingly. This adjustment
downward is in no way connected to the consolidation of these Pipes classes into the newly

proposed Correctional Support Licensed Trades Supervisor series. |If this consolidation had not
taken place, the Total Compensation Unit would still recommend that these two classes be
lowered to make them comparable with their LTC counterparts.

Criminal Investigator series

This series consists of five classes ranging from the intern level up through the second level
supervisor. The only change identified for this seriesis a clarification that peace officer statusis
required for pogitions in this class, as this is not stated now. The issue is that the class
description itself does not state the level of peace officer status required of positions in the
occupational group and its series. The EPS occupationa group definition has always required
that its classes, and subsequently positions in those classes, maintain statutory peace officer
Leve 1, la, or Il status. The classes under EPS are primarily concerned with protection of
persons and property through the prevention, detection, and investigation of criminal acts.
Certification by the Peace Officers Standing and Training Board is frequently required along
with training and skill in the use of weapons, including periodic qualification with such weapons,
needed to prevent or respond to any escalation of force.

Because of the above requirement for classes in EPS, it was assumed that al users would
understand that such requirements would also necessarily extend to al positions in such classes.
Without such a requirement, the classes would not be able to remain in EPS and track with law
enforcement occupations. Occupational groups are not used directly to allocate individual
positions, so not all users were aware of this requirement for EPS classes. A statement will be
added to the “Description of Occupational Work” section of the class description to clarify this
matter. Because no other issues arose with the Criminal Investigator series, no other change is
proposed.

Salary review
The sdary levels were reviewed for this series. Only one year of sdary survey data was

available for review, hence that is inconclusive data to base any valid comparison on. While that
information showed the Criminal Investigator Il pay to be above the market, additional years of
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salary data would be needed before any adjustment could be justified. Historically, without local
salary survey data, the Criminal Investigator | class pay gade has been set 27%2%% above the
Police Officer | class. Because no change in pay grade is recommended for the Police Officer |
class, this relationship holds that no change to the pay grade of the Crimina Investigator | is
necessary. No changesin pay grades are indicated for this series at this time.

Community Programs and Parole series

There are two series in this occupational area: six levels of Community Programs Agent and six
identical levels of Parole Officer. Both series have identical levels, factors, and pay grades
assigned. Based on a recent reorganization, the Department of Corrections decided to merge the
two separate divisions operating these programs and assign both types of duties to positions in
the consolidated division. Therefore, they requested that these two series be merged into one
series to describe both types of work, which is the Community Parole Officer series. The
Department of Corrections (DOC) volunteered to assemble a small study group to draft
suggestions for the combined series and update the examples of work for the class description.

The DOC study group presented their findings to the study team. The significant change
involved a proposal to combine the previous | and Il levels, developmental and full operating,
into one broad class with one broad pay grade. The rationale provided was that the type of work
did not vary significantly between these two levels and employees moved upwards based on
experience and more independence from close supervision. The study team thought the idea had
merit as the department has been evaluating broadbanding feasibility for a few years and was
pursuing broader classes. This proposal offered an opportunity to move further in that direction.
After discussion, the study team proposed that the Department of Corrections expand this broad
concept to include the next higher level, the I11 (lead work) class.

Following interna discussions, the DOC study group felt that it was premature to include the
lead work class in the broad class and pay grade, as the lead work positions are all promotional
department wide. Broadbanding would dilute that promotional opportunity. Instead, the study
team suggested that the Intern class be included in this broadbanding pilot study. DOC
concurred thet this was feasible and agreed to pursue that concept. Hence the recommended
class description for the consolidated series will be titled "Community Parole Officer" and will
include one broad class combining the lower three levels, plus the upper three levels similar to
the previous concepts. The department will develop the system mechanics for EMPL to
accommodate this broad pay grade and an action code to handle the associated "in-grade” salary
movements upwards. The pay grade associated with this broad class will range from the
minimum of the former Intern class to the maximum of the former full-operating Il class. Since
al positions can move to the broader pay grade with no change in saary, there is no fisca
impact to this change.
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The following depicts the new proposed structure:

Current structure Proposed structure

Community Programs & Parole Intern
Grade A23 $2734 - $3836

Community Programs & Parole Officer | Community Parole Officer *
Grade A27 $3016 - $4228 Grade A92 $2734 - $4895

Community Programs & Parole Officer |1
Grade A33 $3489 - $4895

Community Programs & Parole Officer 1l Community Parole Team Leader
Grade A35 $3664 - $5140 Grade A35  $3664 - $5140

Community Programs Admin | & Parole Supervisor Community Parole Supervisor
Grade A39 $4039 - $5667 Grade A39 $4039 - $5667

Community Programs Admin Il & Parole Manager Community Parole Manager
Grade A43 $4452 - $6248 Grade A43 $4452 - $6248

* Movement within this broad class and pay grade will be based on completing a training
outline or similar justification specified by the position's manager or appointing authority.
The Department of Corrections may specify additional criteria for movement within this
class and pay grade. Seethe proposed class description for the applicable factors for this
class.

Several other issues were raised during the open forums: offender escapee's cases are turned over
to them, why do the Judicial Department Probation Officers get an Intensive Supervision
Program (ISP) pay premium, will managers be moved to other class series, and why only a two
grade differential between the ypper level classes. Turning over case management to positionsin
this class series is an individual Department of Corrections decision and considered within the
scope of their authority for assigning jobs. While some of that work may entail crimina
investigation work, it remains a small portion of the total job and would not change the class
such positions are placed into. The primary focus of their jobs remains the community parole
programs.

In response to why the Judicia Department Probation Officers receive a pay premium for ISP
duties, those positions are in a personnel system different from the state personnel system.
Hence, they may have differing classes of work and are paid dlightly differently. While the state
personnel system attempts to pay prevailing base pay, different employers have different
premium pay practices. In the Judicia Department's situation, they designate 15-20% of their
probation employees to work in the ISP program. These employees receive a 5% pay premium
while working in this program due to the higher levels of stress and risk. Each judicial district
sets limits on the maximum number of years an individua employee can be assigned this
program and receive the pay premium. The maximum statewide is four years, although some
districts limit it to two years. The Judicial Department's compensation philosophy is different
from ours.
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Whether division managers are moved out of the proposed Community Parole Manager class is
a the discretion of appointing authorities in the Department of Corrections. Some manager
positions may fit the requirements for the Management class in the Professional Services
occupational group, but that is an internal decision outside the scope of this study.

The pay grade difference between the Community Parole Team Leader and the next lower level
has traditionally been 5% (two pay grades). This is not unusual, particularly in the EPS
occupational group. For instance, the difference between the Criminal Investigator 111 and 1V is
also two grades; the difference between the State Patrol Administrator | and Il is only one pay
grade. Analysis shows that if the Community Parole Team Leader pay grade were raised, that
would lessen the difference between that class and the next higher level, the supervisor class,
which would cause complaints from incumbents in that class. As no pay grade changes are
justified for any of these classes, it would be arbitrary to change one of them just to increase the
differential between two classes and reduce it between two other classes.

Salary review

Only one source of local salary information was obtained during the last salary survey cycle and
it was contained in the MSEC Public Sector Survey for probation officers. Since that is a new
survey and only one year's data was available, it is premature to make any definitive salary
adjustment. Similar to the previous salary review of the parole classes in a 1993 national survey
of other states, the department's compensation staff compared the salary relationship between a
fully operational parole officer and afully operational correctional officer in data provided by 22
states participating in the 2001 Central States Compensation Association salary survey. That
comparison showed that, on average, fully operationa parole officers are paid approximately
28% more than fully operational correctional officers. Colorado presently pays them 31% more,
which is close enough based on the smaller sample this year than that used in 1993. Therefore,
no change in pay grades for the fully operationa Parole and Community Programs classes are
justified. Because the other classes in this series are based on the fully operational level on a
plus-or-minus percentage basis, there are no changes indicated for the other classes in these
series.

State Patrol and Police Officer series

State Patr ol

Since this class series was just updated and pay was increased significantly in accordance with
statutory changes made in 2000, no changes are recommended for the classes or pay grades.
Some minor titling changes were added to better distinguish this series from parole classes; i.e.,
the Trooper will be titled State Patrol Trooper, the Trooper I11 will be titled State Patrol Trooper
I11, the Patrol Supervisor class will be titled State Patrol Supervisor, and the Patrol Administrator
| and 11 classes will betitled State Patrol Administrator | and |1 respectively.
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Saary Review

Because the State Patrol series pay grades were realigned with the new statutory guidelines in
2000, no changes are recommended. The pay grades continue to meet the market as defined in
Statute.

Police Officer classes

This class series consists of six classes from the intern level up through the second administrator
level. These are the law enforcement entitiesat the colleges and universities and CMHI-P. They
have cooperative agreements with the local city police departments on separation of authority
and some sharing of resources. The positions in these classes are POST certified. The issues
raised during his study were generally recruiting and retention problems in some units and
dissatisfaction with the salary levels, given the significant pay raises provided to State Patrol
Troopers by the special legidation in 2000.

The study team'’s review of the concepts, levels, and factors in the class description revealed no
significant changes needed. Some rewording of the minimum qualifications was suggested for
consistency purposes to pattern other classes. On the problems of recruiting and retention
reported in April 2001, six of the eleven using agencies submitted data on recruiting and
retention for the previous 18-month period. This had followed several contacts with the
department expressing increasing difficulties in these areas, particularly in the Police Officer |
class. An analysis of the data submitted showed that the issues were concentrated in the Denver,
Boulder, and Fort Collins areas. Their losses were significantly higher (one experienced an 18%
turnover in one eighteen-month period) and they had greater difficulty in recruiting, partialy
attributed to non-competitive salaries. On the other hand, those agencies outside this north
central area reported little or no difficulty in retaining or recruiting officers. Hence, the
difficulties vary by their location and the conclusion is that the difficulties are directly related to
the competition from other law enforcement agencies. Since the Denver-Metro area typically
has the higher salaries in the competing police departments, those state agencies located nearby
realize the greater difficulties.

Because the state is unable to increase the salaries for the Police Officer | class, as will be
discussed below, and the fact that geographic pay is not permitted by the State Constitution,
increased pay grades are not feasible. Individual colleges and universities have the capability to
make some adjustments to individual employees pay through the department's discretionary pay
differentials. Provisions such as matching pay are available to management to ease pay issues
when funds are available.

One additional request that was raised during the open forums was that the study team review the
levels of benefits and premium pays offered by law enforcement agencies in the market.
Because the department B investigating these other benefits and pays from a total personnel

system perspective during the 2003 Annual Total Compensation Survey, that request is deferred
to that separate effort. The results will be included in the report that covers that system analysis
on market valuation of other benefits.
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Saary review

The study team leader and compensation staff reviewed the salary data available for these
classes. Comprehensive salary data is available for amost all of the city and county law
enforcement agencies in the 20 county Front Range area, which is the primary survey market for
pay purposes. For the last severa years, the annual salary survey adjustments have kept the
Police Office | class very close to the prevailing market, within 2% percent. No change in grade
for the Police Officer | class is justified. Similarly, no change is recommended for the Intern
class.

No salary data is available for the Police Officer 1l class, but ample data is available for the
upper three classes, the Police Officer 111 and the Police Administrator | and |1 classes. That data
shows a consistent under-market condition for all three classes for the last three years. That data
show that the Police Officer 111 pay grade should be raised one grade, the Police Administrator |
class by two grades, and the Police Administrator 11 class by one grade to bring them in line with
the prevailing market salaries. In order the properly maintain the Police Officer Il class between
the | and 11l classes, the Il class should aso be raised one grade. This will maintain the pay
relationship of the Il class at 17%2 percent below the |1l class. Because these pay grade changes
have a fiscal impact, implementation will not occur until July 2003.

General EPS series

Safety/Security Officers

This class series consists of two classes, a full operating and a first level supervisor, providing
security for ingtitutions not needing a full law enforcement capability. These positions have
peace officer authority but are not POST certified. By agreement with the local law enforcement
entity, they provide limited services to their facilities and grounds. Presently, this class is only
used at Fort Logan. The concept of class and the two levels are appropriate for the foreseeable
needs of Fort Logan. The Department of Human Services requested that the study team consider
creating one higher level for the director or chief of this unit to address higher programmatic and
budgetary responsibilities not presently included in the Safety/Security Il class. The present
incumbent is in the Police Officer series as the incumbent was POST certified when hired for this
position.

The study team decided it could not justify the creation of a new class to accommodate one
position. Based on the programmatic and budgetary duties, the General Professional series could
be used to fill such a position using position-specific minimum qualifications. Given that
aternatives are available for this job, the study team recommends not creating another level in
this series.

Salary review
The salary levels for the Safety/Security Officer | class are set based on the pay grade for the

Police Officer | class. Since that class is not changing pay grade, no changes are recommended.
For the Safety/Security Officer Il class, limited local survey data is available that shows this
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class to be under the prevailing market. Additionally, its pay grade is secondarily related to the
Police Officer 11l class, whose pay grade is being recommended for an increase of 5%. Due to
these facts, the Total Compensation Unit recommended that this class be raised three grades to
bring it back in line with the prevailing market. Because this change may have a fiscal impact, it
will not be implemented until July 2003.

Air National Guard (ANG) Patrol Officers

This series consists of three classes, the fully operational, the work leader, and the first level
supervisor. These positions are only used by the ANG unit at Greeley and consist of atota of
nine positions among the three classes. They are essentially armed security guards used to
provide security for classified equipment and facilities and the people requiring access to those
facilities. The use of the series has dropped significantly with the abolishment of the positions at
Buckley ANG Base, but the Greeley ANG unit till needs to retain use of this series. The levels
and factors remain appropriate for the class. No changes in concept or the class description are
recommended.

Sdary review

The limited salary survey data indicates the ANG Patrol Officer | classis close to the market for
jobs similar to it. There were no salary data for the higher-level classes. One comment received
during the open forums was that one incumbent felt that because of the high level of security
classification of the physical assets protected, that the positions should be paid more. The study
leader researched this topic but could find no precedence for this practice, either in the private
sector or active military forces. The most common practice is that the higher level assets are
protected by the more experienced and higher trained positions, but the pay structures are not
separated based on the level of security classifications protected. Therefore, no change in pay
grades is recommended for this series.

Assistant Chief, Wildlife L aw Enfor cement

This class describes one position in the Division of Wildlife. Its class concept and pay grade are
very similar to the Criminal Investigator |1 class and the study team recommends that this class
be consolidated into the Criminal Investigator |1 class. The existing class concept and factors for
that class adequately describe positions such as the assistant chief work; hence, there is little
impact by consolidating the class. The Department of Natural Resources has been aware for
some time that this was likely and does not oppose such action. The existing position will be
converted into the Crimina Investigator 1l class; then the Assistant Chief, Wildlife Law
Enforcement class will be abolished.

MEET AND CONFER ON PROPOSED RESULTS
CRS 24-50-104(1)(b) requires the department to meet and confer with affected employees and
employee organizations, if requested, regarding the proposed changes before they are

implemented as final. In an effort to proactively facilitate this process, public meet and confer
meetings were scheduled for the following dates, times, and locations:
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Monday May 13: Front Range Community College, Westminster, room C0501, 1:30 pm.
Tuesday, May 14: Limon Correctional Facility Visitors Room, 1:30 pm.

Thursday, May 16: Ft. Logan Auditorium, 10:00 am.

Friday, May 17: Corrections Training Academy, Canon City,10:00 am and 1:00 pm.
Monday, May 20: Grand Junction Rgn'l Ctr, Amos Trng Ctr., Palisade Rm., 11:30 am.

In order to meet the deadline for implementing these changes July 1, 2002, all inputs under the
meet and confer must have been received no later than Wednesday, May 22"

Summary of Meet and Confers

A total of 45 employees attended the six Meet and Confer sessions with an additional 23 human
resource specialists attending including several study team members. Most of the questions
posed during these sessions concerned clarifications on the study processes and timelines. The
additional comments and inputs received on the proposed changes were primarily in two areas:
criminal investigations versus compliance investigations; and how the broadened Community
Parole Officer class would work for employees in this class. One issue on converting the
Assistant Chief, Wildlife Law Enforcement class into the Criminal Investigator 11 class was
really an individual allocation issue within the purview of the Department of Natural Resources
and outside the scope of this study.

On the continuing issue of criminal investigations versus compliance investigations, the
Department of Regulatory Agencies (DORA) questioned the need for the explicit statement on
peace officer status being recommended for the Criminal Investigator class series and offered
aternative language. As explained in the proposed study narrative, see page 10 of this
document, this statement is added so that it is clear to all users of the requirement that positions
in this class series possess such peace officer authority. The study team leader met with
representatives of the Securities Division of DORA to clarify the department's position that the
added statement is merely a clarification of its original intent for the Crimina Investigator class
series.  Since the definition of the EPS occupational group has included this peace officer
requirement since 1987, that same requirement existed for all classes within this group. The
DORA representatives pointed out statutory language that gives them criminal justice authority
for investigating cases. Given that statutory authority, this department is unable to decide the
legal issue of that "equivalency" to peace officer status, hence, DORA may seek its own legal
advice and continue to alocate its positions accordingly. Similar issues may exist in other
departments as well.

The department is continuing to place the peace officer statement in the class description for the

Criminal Investigators. Individual departments may allocate positions into these classes based
on their own judgment and legal advice.
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Several employees questioned the use of the broadened Community Parole Officer class, which
is a consolidation of the three previous intern, developmental, and full-operating classes in the
two prior series. Most of the questions dealt with unfamiliarity with the concept of using such
broad classes and on any specific DOC requirements for movements up in the salary range. The
study team leader clarified the intent of the broad class as it eiminates the need for revised
PDQs, position announcements, applications, and exams, and replaces those with asimple salary
movement upwards within the broader pay range. DOC and the community parole division
managers are in the process of establishing their internal controls and processes and they will
clarify these with employees and supervisors in the near future. No further changes are being
made to the proposed classes.

Two community parole employees expressed concern that supervisors would no longer move
them from one class to the next at the same intervals as past practices. They felt the elimination
of separate classes removes some of the "guarantee” that these movements would happen. It was
pointed out that the same manageria discretion exists under both processes, but the new process
is simpler and requires less paperwork and HR time and effort. Some of this fear may be due to
the mere fact that it is a change from prior practices. The employees were urged to discuss their
concerns with their supervisors and managers.

One other recommendation was offered by HR representatives of the Department of Human
Services that, in the future, implementation of new consolidated classes that have new pay grades
should al be implemented on a common date.  The prior practice of implementing new
consolidated classes ore year followed by the pay grade changes the next year creates a lot of
confusion among managers and employees. The department will attempt to meet this request for
future consolidations.

In conclusion, this study recommends the above changes that will result in a total of 10 series
divided into 43 classes. Since severa of the EPS classes are recommended to increase in pay
grade, that action will have afiscal impact. Thisimpact will be reported in the final narrative for
Phase 11 of this study and will be included in the 2003 Total Compensation Survey Report to be
published August 1, 2002. Those pay grade changes will be implemented on July 1, 2003,
following legidlative review.

RECOMMENDATIONS
Occupational Group
These classes remain in the Enforcement and Protective Services occupational group.
Two wording changes for the definition of the group are recommended as outlined on
page 4 of this report.

. Class Descriptions

See the attached class descriptions for those effective 7/1/02. The Correctional Support
Licensed Trades Supervisor series (A1K1-3), the Police Officer series (A4B1-6), and the

18



Safety/Security Officer series (A4C1-3) class descriptions will be published for fina
implementation on 7/1/03 when their new pay grades are also implemented.

Class Conversion and/or Placement

Class conversion is the movement from the former class title and grade to a new class
title and grade for purposes of future reinstatement and retention. It is used for those
studies that do not involve class placement. Positions in the three Correctional Support
Supervisor series (Food, Maintenance, and Other) will be converted to the new
Correctional Support Trades Supervisor classes and positions in the two Community
Programs and Parole series will be converted to the new single Community Parole
Officer series in accordance with the chart shown at the beginning of this JEL letter. The
one position and the class of the Assistant Chief, Wildlife Law Enforcement will be
converted to the Criminal Investigator Il class. There are no placements as part of this

studly.
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STATE OF COLORADO

CLASSSERIESDESCRIPTION
July 1, 2002

CORRECTIONS CASE MANAGER

A1ALITX TO A1A3XX

DESCRIPTION OF OCCUPATIONAL WORK

This class series uses three levels in the Enforcement and Protective Services occupational group
and describes case management work in monitoring and guiding offenders progress while
confined in a state facility. Case managers provide individua counseling, guidance, and
progress assessment; submit community referrals; determine custody levels; assist in pre-release
preparations; initiate parole plans, complete parole board risk assessments, determine earned
time grants; resolve disagreements between offenders and correctional or judicial entities;
perform public relations work with external agencies and the general public; or, supervise such
positions. Some positions provide population management services to the agency which
involves oversight/direction on offender classification, case management, movenment, and
disciplinary systems. Although two of the three classes are primarily oriented to counseling and
evaluation of offenders, the work includes ongoing responsibility for the security, restraint, and
confinement of offenders. Those positions have authority as peace officers to enforce criminal
and civil laws and to physically detain or restrain others. Basic peace officer level definitions are
found in C.R.S. 18-1-901, with specific authorities found in agency supporting statutes or
appointing authorities' delegations.

INDEX: The Case Manager | class begins on this page, the Case Manager |1 class begins on
page 3, and the Case Manager 111 class begins on page 5.

CORRECTIONS CASE MANAGER | A1AITX

CONCEPT OF CLASS

This class describes the fully-operational case manager. Positionsis this class provide offenders
with counseling and guidance in order to determine the appropriate custody level and facility
placement; conduct progress assessments; resolve disagreements; coordinate offender access to
work, educational, treatment, and recreational programs; determine earned time grants; initiate
parole board risk assessments and actions; develop parole plans; and advise offenders on family



CLASS SERIES DESCRIPTION (Cont’'d.)
CORRECTIONS CASE MANAGER
July 1, 2002

and personal problems. Positions in this class serve as an offender advisor on issues, complaints,
suggestions, and disciplinary actions.

Included in this class are positions receiving training and orientation during their initia
probationary period.

FACTORS
Allocation must be based on meeting all of the four factorsas described below.

Decision Making -- The decisions regularly made are at the process level. Within limits set by
professional standards, the agency's available technology and resources, and case management
program objectives and regulations established by a higher management level, choices involve
determining the process, including designing the set of case management operations. An
example could be a decision on the process to achieve offender work or educational objectives to
meet parole risk assessment guidelines. The general case management pattern, program, or
system exists but must be individualized. This individualization requires anaysis of offender
behavioral data that is complicated or contradictory. An example could be a decision on how to
motivate offenders to correct abnormal socia behaviors when their work behavior is normal.

Analysisis breaking the offender problem or case into parts, examining these parts, and reaching
conclusions that result in case management processes. This examination requires the application
of known and established counseling, rehabilitation, educational, or vocational theory, principles,
conceptual models, professional penal standards, and case management precedents in order to
determine their relationship to the problem. An example could be decisions on what counseling
principles to apply for a process to resolve offender complaints or grievances against individuals
outside the correctional system. New case management processes or objectives require approval
of higher management or the agency with authority and accountability for the program or

System.

Complexity -- The nature of, and need for, analysis and judgment is formulative, as described
here. Positions evaluate the relevance and importance of case management and counseling
theories, concepts, and principles in order to tailor them to develop a different approach or
tactical plan to fit specific circumstances. While general case management policies, precedents,
or nonspecific practices exist, they are inadequate so they are relevant only through
approximation or analogy. For example, a position may modify case management principles in
developing a risk assessment for repeat offenders. In conjunction with theories, concepts, and
principles, positions use judgment and resourcefulness in tailoring the existing case management
guidelines so they can be applied to particular circumstances and to deal with emergencies. An
example could be the modification of case management guidelines for an evaluation plan to
fulfill the needs of an offender with learning disabilities.

Purpose of Contact -- Regular work contacts with others outside the supervisory chain,
regardless of the method of communication, are for the purpose of physically restraining and
confining citizens as peace officers enforcing the law. Although such positions meet the criteria
for the Enforcement and Protective Services occupational group, these contacts are incidental to
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their primary counseling and case management roles. This level involves contact involving
physical restraint of offenders in a secure facility in accordance with statutory and agency-
granted authorities.

Line/Staff Authority -- The direct field of influence the work of a postion has on the
organization is as an individua contributor. The individual contributor may explain work
processes and train others. The individual contributor may serve as a resource or guide by
advising others on how to use processes within a system or as a member of a collaborative
problem-solving team. This level may include work leader or supervisory accountability for less
than two full-time equivalent positions.

CORRECTIONS CASE MANAGER 11 A1A2XX

CONCEPT OF CLASS

This class primarily describes the agency level staff specialist responsible for developing and
evaluating case management operations among and between separate facilities. As the agency
authority on case management principles, models, and American Correctional Association
(ACA) case management standards, positions guide and influence correctional decisions on how
to integrate case management operations into specific outcomes by developing case management
guidelines used throughout the agency. Positions are actively involved in offender classification,
movements, and disciplinary systems and operations. Positions also persuade other correctional
program areas to adjust or modify their operations to incorporate case management objectives.
This class may also be used for those facility positions functioning as work leaders and fulfill
such definition contained under the Line/Staff Authority factor in this class. Positions located at
the agency staff level are not directly involved in the restraint and confinement of offenders.
This class differs from the lower class of Case Manager | in the factors of Purpose of Contact
and Line/Staff Authority.

FACTORS
Allocation must be based on meeting all of the four factors as described below.

Decision Making -- The decisions regularly made are at the process level, as described here.
Within limits set by professional case and population management standards, the agency's
available technology and resources, and program objectives and regulations established by a
higher management level, choices involve determining the process, including designing the set of
operations. Within broader incarceration and release guidelines, the general case or population
management program or system exists but must be individualized. An example could be
decisions related to whether pre-release case management should differ due to the security level
of offenders. This individualization requires analysis of data that is complicated. Analysis is
breaking the problem or case into parts, examining these parts, and reaching conclusions that
result in processes. This examination requires the application of known and established case
management theory, principles, conceptua models, professona ACA standards, and legal
precedents in order to determine their relationship to the problem. An example of such decision



CLASS SERIES DESCRIPTION (Cont’'d.)
CORRECTIONS CASE MANAGER
July 1, 2002

could be deciding the process for case management training or audits of facility case
management. New processes or objectives require approval of higher management or the agency
with authority and accountability for the program or system.

Complexity -- The nature of, and need for, anaysis and judgment is formulative, as described
here. Positions evaluate the relevance and importance of case management theories, concepts,
and principles in order to tailor them to develop a different approach or tactical plan to fit
specific circumstances. While general policy, precedent, or nonspecific practices exist, they are
inadequate so they are relevant only through approximation or analogy. In conjunction with
theories, concepts, and principles, positions use judgment and resourcefulness in tailoring the
existing case management guidelines so they can be applied to particular circumstances and to
deal with emergencies. An example could be the adaptation of ACA case management
principles to deal with changes in sentencing laws, or to deal with emergency movement of
offenders from county holding jails to state offender reception facilities without degrading
offender classification principles and standards.

Purpose of Contact -- Regular work contacts with others outside the supervisory chain,
regardless of the method of communication, are for the purpose of at least two of the following:

Advising, counseling, or guiding the direction taken to resolve complaints or problems and
influence or correct actions and behaviors. As an example, positions advise agency managers
and facility supervisors and managers on ways to dea with overcrowding and the necessity of
mixing offender classification levels in order to solve an offender influx or new parole releases.

Clarifying underlying rationale, intent, and motive by educating others on unfamiliar concepts
and theories or marketing a product or service. This goes beyond what has been learned in
training or repeating information that is available in another format. Examples are training
correctiona facility program managers on the intent of case management, and in clarifying to
managers, superintendents, and parole entities the purpose and rationale behind classification
models or principles.

Physicadly restraining and confining citizens as peace officers enforcing the law. Although such
positions meet the criteria for the Enforcement and Protective Services occupational group, these
contacts are incidental to their primary counseling and case management roles. This level
involves contact involving physical restraint of offenders in a secure facility in accordance with
statutory and agency- granted authorities.

Negotiating as an official representative of one party in order to obtain support or cooperation
where there is no formal rule or law to fall back on in requiring such action or change from the
other party. Such negotiation has fiscal or programmatic impact on an agency. In reaching
settlements or compromises, the position does not have a rule or regulation to enforce but is
accountable for the function.

Line/Staff Authority -- The direct field of influence the work of a position has on the
organization is as an individua contributor, a work leader, or a 